WORKFORCE DIVERSIFICATION by Day, Wanda M. & South Carolina Certified Public Manager Program
WORKFORCE DIVERSIFICATION 
Wanda M . Day 
South Carolina Department of Transportation 
February 11, 2016 
Problem Definition 
According to the State Human Resources Division HR Weekly Podcast, discrimination 
complaints are significant1. In order to reduce the number of complaints within our Agency, I 
decided to do my project on workplace diversification. Diversification has benefits in the 
workplace that include increased adaptability, broader service range, variety of viewpoints, and 
more effective execution 2. Increased adaptability allows employees from diverse backgrounds 
to bring individual talents and experience to the workplace. A broader service range allows 
employees with different skills and experience such as language to provide additional services. 
Improving the diversification will ultimately align our Agency with our Affirmative Action Plan 
and decrease discrimination complaints. Currently, I have been working with 4 discrimination 
complaints for 5 months in my unit. 
Data Collection 
Data was collected from all the county units to include name, race, and sex. I reviewed 
our current EEO goals, applicant flow, and compared that to our current workforce. What I 
discovered is that we are lacking in hiring minorities and females. We are also lacking in 
promoting both females and minorities. I collected the data based on the county unit first to 
see if it was an isolated incident or to see if additional assistance is needed for specific units. 
However, I discovered that it was not an isolated incident. (See Appendix A) I also reviewed the 
applicant flow (See Appendix B) which is a program used-in NEOGOV that calculates how many 
people applied for a particular position and also shows their race and sex. The report also 
1 HR Weekly Podcast, State Human Resources Division, July 1, 2015 
2Josh Greenberg, Diversity in the Workplace: Benefits, Challenges and Solutions, Diversity at Work 
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shows the EEO category (professional, para-professional, clerical, skilled craft, technician, and 
service maintenance) the applicant applied for, how many applicants met the minimum 
qualifications, how many were interviewed, and who was hired based on race and sex. Our EEO 
goals are based on our current workforce and the availability of applicants. 
Data Analysis 
In order for me to determine the issues we were having with diversity, I sat in on 
interviews, reviewed letters of justifications, and spoke with some of the personnel. The key 
finding that was identified in this project was that some of the management staff did not have 
good interviewing skills; some had biases about hiring females; and some were inconsistent 
with asking all applicants the same questions. One contributing factor is that 57% of our 
supervisors have less than 3 years of supervisory experience which could account for having 
poor interviewing skills. Several training courses will need to be set up in order to improve 
interviewing skills and diversity. Also, I do not believe that our managers have attended a 
Diversity workshop and do not understand the benefits and challenges of diversity. Because I 
sat in on approximately 6 interviews providing input into the process, we were able to increase 
our hiring of females by 2% and minorities by 4%. (See Table 1 & 2). 
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Table 1 
Employment Data (October, 2015) 
BM WM OM BF WF OF 
Professional Engineers 0 46 0 1 5 0 
Professional Non-Engineer 0 5 0 2 6 0 
Technicians 2 43 0 0 2 0 
Technicians (Para-Professional) 0 0 0 1 13 0 
Office Clerk 0 0 0 1 6 0 
Skilled Craft 52 242 0 2 7 0 
Service Maintenance 0 2 0 1 9 0 
Total Employees -448 
Minorities - 13.8% 
Females - 12.5% 
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Table 2 
Employment Data (February, 2016) 
BM WM OM BF WF OF 
Professional Engineers 1 46 1 1 7 0 
Professional Non-Engineer 0 5 0 2 6 0 
Technicians 2 41 0 0 3 0 
Technicians (Para-Professional) 0 0 0 1 13 0 
Office Clerk 0 0 0 1 6 0 
Skilled Craft 70 237 1 3 12 0 
. 
Service Maintenance 0 2 0 2 10 0 
Total Employees - 473 
Minorities-17.7% 
Females-14.1% 
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An additional potential solution would be to begin with a Diversity Workshop for 
supervisors to have a better understanding of the challenges of diversity in the workplace. 
Some of those challenges are: communication problems, discrimination, stereotyping and 
prejudices, turnover, negative attitudes and behaviors, poor morale, and lower productivity.3 
We should also consider developing a committee to work on a strategy to increase workplace 
diversification. The committee should come up with ideas on how to attract and keep 
applicants and employees from different ethnic backgrounds. An award system should be used 
to acknowledge managers that are improving diversity in their unit. This award should be 
separate from the Employee Management Performance System (EPMS). 
We should also consider including a performance standard and performance 
characteristic on the EPMS to hold the management staff accountable for improving diversity in 
their units. This could pose some issues due to the fact if we put a very specific performance 
characteristic and the supervisor was not able to select an applicant in the underutilized area 
because none applied or if they did not hire that year, or if the underutilized applicants were 
not hired for valid reasons, it could have a negative effect to their rating. Therefore, we must 
select the correct language to include on the EPMS to make it fair for all supervisors. 
Implementation Plan 
There are several actions steps needed to complete the goal. First, we need to clearly 
communicate our goal to improve diversification to each supervisor. We must explain the 
importance of having a diversified workplace. Those advantages include: increased 
3 Parker Institute of Excellence, LLP, What's the Difference? Managing Diversity, page 4, January, 2015 
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productivity, more creativity and problem solving, attract and retain talent, and help build 
synergy in teams and enhances communication skills, increase market share, and helps save 
money on litigation. 4 Next, we need to change the EPMS to hold the supervisors accountable 
for improving diversity. And lastly, we need to monitor our hiring practices to ensure we are 
we are working towards our goals. 
Timeframe to complete and implement this project should be approximately 2-3 years. 
First, we need communicate our goals and be very specific with our expectations. Next, we 
need develop a diversity training program and ensure that all supervisors attend the training to 
help them accomplish the goals that have been set. Next, we need to work on the language to 
change the EPMS process to hold the supervisor accountable for their selections. Supervisors 
are aware of their EEO goals, however, due to resistance to change and fear ofthe unknown 
some may not make an effort to change. Therefore, it is imperative that something is listed on 
the EPMS to hold them accountable for their selections. Lastly, we need to come up with a 
process to be able to track the progress. The cost to make these changes will be minimal 
because the majority of these changes can be completed within our Agency. 
Potential obstacles could be the resistance to change. We have supervisors that believe 
if it is not broke, then don't fix it. With the changes in the world, we must be prepared for the 
changes in social and cultural makeup in the workplace. The strategy for management in this 
change process will be awareness, knowledge, and skills. In order to overcome the obstacles, 
we will need management to accept and adapt to the changes. With the generational 
differences and work ethics for each generational group, change will happen. I have noticed 
4 Andrade, Sahar, Saharconsultingblog, 6 Advantages of Workplace Diversity, March 28, 2010 
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with our current workforce the younger employees are more likely to speak out and let their 
voices be heard when they feel they are not being treated fairly. They will express their feelings 
easily with management and will file discrimination complaints if not treated properly. The 
older generation, on the other hand, would continue to work and more than likely not file a 
complaint. With the changes in technology, the younger generation (millennials) will also leave 
employment and seek better employment. Baby boomers (older generation) in most cases, will 
work at a job until they are ready to retire. So, we must be able to recognize inappropriate 
behavior, respect the benefits of diverse values and behaviors, accept that each culture finds 
some value and behaviors important, and recognize the similarities that are shared across the 
human culture. Management should be able to embrace and learn factual information about 
other cultures to implement change effectively. 
During the course of this project, I spoke with the Agency Director, the Assistant 
Director of Human Resources and supervisors within my District. In order to have diversity 
within our Agency, upper management had to be on board so that the ideas can flow 
downward. They are in agreement that we need to improve diversity and plan to set up 
training and possibly change the EPMS form. 
The integration into standard operating procedure should be easy after each supervisor 
has completed the Diversity training and is aware of their personal goals. Once the supervisors 
are aware of what is expected of them, this process should begin to show progress. Also, the 
discrimination complaints should decrease and our workforce should become diversified. 
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A plan that will be used to conduct an evaluation of the solutions is the re-introducing of 
a form that was previously used by upper management before the EPMS process. The form 
(Summary of Actions - See Appendix C) shows how many hiring opportunities the supervisor 
had and how many minorities and females they hired. It is my recommendation that this form 
will be used for all supervisory position within our Unit. Our unit has not used this form since 
2001 but it was a good instrument to use for supervisors. 
The data collection method that I chose was the Histogram (See Appendix D}. I decided 
to summarize the data in a bar graph to show improvements, no improvements, or negative 
results. I plan to distribute the results to each unit head each quarter to show their results. 
In summary, the key finding that was discovered in this project is diversity is important 
in the workplace. I also discovered that diversity had it challenges including but not limited to, 
discrimination, prejudices, communication problems, and poor morale. These challenges can 
be resolved as long as everyone is willing to change and have a clear understanding ofthe 
expectations. Diversity will strengthen the workplace with increased creativity, different ideas 
or viewpoints, and also improve participation among employees. Diversity is difficult for some 
because of biases and not having a clear understanding of someone' s culture, race, or ethnic 
group. Therefore, diversity training and holding the supervisor accountable for their selections 
are important for all workplaces. 
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Appendix A 
Breakdown of employees by County 
WM BM WF BF Total 
Abbeville Construction 8 0 0 1 9 
Abbeville Maintenance 27 10 2 0 39 
Anderson Construction 10 2 2 0 14 
Anderson Maintenance 56 6 4 2 68 
Edgefield Maintenance 14 13 7 0 34 
Greenwood Construction 4 0 2 0 6 
Greenwood Maintenance 38 8 3 1 50 
Laurens Construction 6 0 1 0 7 
Laurens Maintenance 41 7 4 0 52 
McCormick Maintenance 15 6 5 0 26 
Newberry Construction 7 0 1 0 8 
Newberry Maintenance 34 6 3 1 44 
Saluda Construction 7 0 1 0 8 
Saluda Maintenance 25 11 5 0 41 
District Office 14 0 6 2 22 
Bridge Crew 4 
Signal Crew 6 
Totals 316 
Our Breakdown vs. Availability 
Professionals (engr.) 
Professional (Non-Engr.) 
Technicians (engr.) 
Para-professional 
Office Clerks 
Skilled craft 
Service Maintenance 
Data as of July, 2015 
Black Males - 0 Availability 4.5% 
Black Males - 0 Availability 7.3% 
Black Males - 4% - Availability 10% 
Black Males -0 - Availability 5.4% 
Black Males -0 Availability 2.4% 
Black Males 17% - Availability 25.1% 
Black Males -0 - Availability 26.6% 
0 0 0 
0 0 0 
69 46 7 
White Females - 9% - Availability 9% 
White Females - 46% - Availability 34.6% 
White Females - 4% -Availability 19.5% 
White Females - 93% - Availability 31.9 
White Females - 86% - Availability 79.5 
White Females - 2% - Availabil ity 4.0% 
White Females 75% - Availability 16.7% 
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4 
6 
438 
Black Females - 1% - Availability 1.3% 
Black Females - 15% - Ava ilability 8% 
Black Females - 0 - Availability - 5.1% 
Black Females 7% - Availability -9 .8% 
Black Females 14% - Availability 12.3% 
Black Females 1% - Availability 2.2% 
Black Females 8% - Availability 5.5% 
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EEO CATEGORY STATE AGENCY APPLICANTS 
E2 - Professional Applicant 
Status White Males Black Males Other Males White Females Black Females Other Females Unknown 
AP 226 48 42 42 22 11 10 
SQ 0 0 0 0 0 0 0 
TE 0 0 0 0 0 0 0 
ELIG 203 44 40 29 15 10 8 
Al 80 7 9 15 5 1 4 
AH/P 15 0 1 4 0 0 0 
E3 - Techn ician Applicant 
Status White Males Black Males Other Males White Females Black Females Other Females Unknown 
AP 263 48 18 38 23 8 3 
SQ 0 0 0 0 0 0 0 
TE 0 0 0 0 0 0 0 
ELIG 177 37 12 27 14 4 3 
Al 82 5 6 9 2 0 0 
AH/P 21 1 0 2 0 0 0 
ES- Paraprofessional Applicant 
-
Status White Males Black Males Other Males White Females Black Females Other Females Unknown 
AP 15 3 1 103 42 16 3 
SQ 0 0 0 0 0 0 0 
TE 0 0 0 0 0 0 0 
ELIG 6 2 1 81 32 12 3 
Al 0 0 0 9 0 2 0 
AH/P 0 0 0 1 0 0 0 
E6 - Secretary/Clerical Applicant 
Status White Males Black Males Other Males White Females Black Females Other Females Unknown 
AP 14 6 0 127 91 3 0 
SQ 0 0 0 0 0 0 0 
TE 0 0 0 0 0 0 0 
ELIG 12 5 2 119 86 2 0 
Al 0 0 0 8 3 0 0 
AH/P 0 0 0 1 1 0 0 
E7 - Skilled Craft Applicant 
-
Status White Males Black Males Other Males White Females Black Females Other Females Unknown 
AP 866 122 26 35 30 5 13 
SQ 0 0 0 0 0 0 0 
TE 0 0 0 0 0 0 0 
ELIG 743 102 23 29 23 5 9 
Al 324 45 15 13 6 0 8 
AH/P 85 14 3 2 1 0 1 
E8 - Service/Maintenance Applicant 
Status White Males Black Males Other Males White Females Black Females Other Females Unknown 
AP 24 5 3 10 9 0 0 
SQ 0 0 0 0 0 0 0 
TE 0 0 0 0 0 0 0 
ELIG 17 3 3 8 7 0 0 
Al 9 0 1 6 1 0 0 
AH/P 4 0 0 2 0 0 0 
APPLICANT STATUS: AP= Applicants SQ= Passed SQ Evaluation Step T&E = Passed Training & Experience Evaluation Step ELIG = Placed on the Eligible List Al= 
Applicants Referred & Interviewed AH/P = Applicants Hired/Promoted 
* To capture the applicants meeting minimum training and experience requirements, chose either the SQ, T&E, or ELIG option; whichever was consistently used in 
DISTRICT #2 - SUMMARY OF ACTION 
NOVEMBER 2000 - NOVEMBER 2001 
ORGANIZATIONAL CODE-082.01 
DISTRICT ENGINEERING ADMINISTRATOR 
Appendix C 
THE OVERALL UTILIZATION AND SUMMARY OF ACTIONS FROM DISTRICT #2 FOR THE 
PERIOD BEGINNING NOVEMBER 2000 AND ENDING NOVEMBER 2001 ARE : 
# 
% 
1. OVERALL UTILIZATION 
TOTAL WORKFORCE 
TOTAL WHITE MALES WORKFORCE 
TOTAL BLACK MALES WORKFORCE 
TOTAL WHITE FEMALES WORKFORCE 
TOTAL BLACK FEMALES WORKFORCE 
TOTAL OTHER MALES WORKFORCE 
TOTAL OTHER FEMALES WORKFORCE 
2. HIRING OPPORTUNITIES 
TOTAL NUMBER OF HIRING OPPORTUNITIES 
3. RESULTS OF HIRING OPPORTUNITIES 
20 
55 
BM 
10 
28 
OM 
0 
0 
WF 
5 
14 
1 
3 
410 
234 = 57% 
119 = 29% 
48 = 11.7% 
7 = 1.7 % 
2=0.4% 
0=0% 
36 
OF 
0 
0 
Date Females Minorities 
Oct. 15 56 62 
Feb.16 67 83 
20% 
18% 
16% 
14% 
12% 
10% 
8% 
6% 
4% 
2% 
0% 
Total 
448 
473 
Females 
Date 
Oct. 15 
Feb. 16 
Females Minorities 
12% 14% 
14% 18% 
Minorities 
Appendix D 
a Oct. 15 
a Feb. 16 
